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THE MEMBERS AND THEIR ORGANIZATIONS 


ALABAMA—J. Pau! Keefe, Alabama Dry Dock & 
Shipbuilding Co. 


CALIFORNIA—A. C. Beeson, Food Machinery & 
Chemical Corp; R. G. Belote. Rheem Manufac- 
turing Co.: R. X. Blackburn, Southern California 
Gas Co.; F. V. Cowing, Repcal Brass Manufac- 
turing Co.; I. J. Hansen, Essick Manufacturing 
Co.; E. E. Johnson, Ow! Drug Co.; C. W. King, 
Fibreboard Products; R. J. McCullough, Ameri- 
can Potash & Chemical Corp.; H. F. Carr 
Pacific Gas & Electric Co.; E. J. Pollack, Ex- 
change Orange Product Co.; W. G. Tuttle, 
Hughes Aircraft Co. 


COLORADO—F. R. Niehaus, Grea: western Sugar 
Co. 


CONNECTICUT—W. G. Beilby, Ensign-Bickford 
Co.; Rodney Chase, Chase Brass & Copper Co.; 
Henry Dawes, Connecticut General Life Insur- 
ance Co.; R. |. Metcalf, Winchester Repeating 
Arms Co.; H. B. Purcell, Torrington Co.; R. C. 
Smyth, Schick, Inc.; H. B. Young, Colt’s Manu- 
facturing Co. 


DELAWARE—William Blatz, Jr., Amalgamated 
leather Co. 


DISTRICT OF COLUMBIA—J. Ridge Hicks, Hot 
Shoppes. 


FLORIDA—J. M. Rosenthal, National Airlines; 
Otto Wettstein, Ill, Florida Telephone Co. 


ILLINOIS—R. E. Bowers, Marshall Field & Co.; 
J. R. Hundley, Granite City Steel Co.; E. L. 
Miller, Kable Printing Co.; J. L. Page, Aflas- 
Boxmakers; W. J. Reilly, International Harvester 
Co.; G. W. Torrence, Caterpillar Tractor Co.; 


INDIANA—E. A. Apple, Servel, Inc.; F. Dillard, 
Pierce Governor Co.; Winfield Firman, Wm. H. 
Block Co.; lL. E. Gelow, Peter Eckrich & Sons; 
W. S. Gundeck, Studeboker Corp.; A. J. Kertis, 
Jr., P. R. Mallory & Co.; C. H. Shaw, Ross Gear 
& Tool Co. 


WOWA—M. R. Frohs, Corr Adams & Collier Co.; 
L. R. Grimes, Cherry-Burrell Corp.; P. J. Lorrabee, 
John Morrell & Co. 


KENTUCK Y—John Kirtley, Texos Gas Transmission 
Corp.; K. G. Midkiff, Kawneer Co.; J. C. Rumble, 
Lovisville Courier-Journal & Times. 


MARYLAND—R. J. Bowers, Victor Products Corp. 


MASSACHUSETTS—W. A. Coyle, National Pneu- 
matic Co.; W. P. Nelson, John Hancock Mutual 
Life Insurance Co.; T. J. Oliver, 8. B. Chemical 
Co.; H. S$. Riddle, American Bosch Corp.; L. F. 
St. Aubin, New Bedford Rayon Co. 


MICHIGAN—E. J. Arey, Sutherland Paper Co.; 
D. R. Dail, Dail Steel Products Co; A. W. 
Darling, Kent-Moore Organization; P. A. Denzig, 
Kelsey-Hayes Wheel Co.; B. V. Hanthorne, Auto- 
Owners Insurance Co.; J.J. Gannon, Huron 
Milling Co.; J. G. Henry, Motor Wheel Corp.; 
Bruce Homer, Acme Quality Paints; Forrest Inks, 
Lobdell Emery Manufacturing Co.; R. |. Marquis, 
Federal-Mogul Corp.; Bruce Morse, Square D. 
Co.; D. C. Rulo, Nash-Kelvinator Corp.; F. L. 
Vidal, Wilson Foundry & Machine Co.; K. A. 
Willey, Murray Corp. of America. 


MINNESOTA—R. H. Donaldson, Donald: Co.; 
C. W. Elliott, Minneapolis-Moline Co.; J. H. 
Neufeld, Pillsbury Mills; S. M. Sitz, Minneapolis- 
Honeywell Regulator Co. 





MISSISSIPPI—F. R. Vernotzy, Armstrong Tire & 
Rubber Co. 


MISSOURI—M. O. Hompe, Chase Candy Co.; 
J. lL. Hawn, Monsgnto Chemical Co.; F. M. 
Karches, Rice-Stix, Inc.; R. L. King, Kansas City 
Power & Light Co.; Kenneth Rutledge, Rgmsey 
Corp.; H. L. Simmons, Scullin Steel Co. 


NEBRASKA—R. A. Carlsen, Omaha Public Power 
District; E. F. Pettis, J. L. Brandeis & Sons. 


NEW HAMPSHIRE—R. L. Bergeron, Shortell Shoes. 


NEW JERSEY—J. G. Byron, Curtiss-Wright Corp.; 
W. P. Fleming, Atlantic Products Co.; George 
Milne, Millville Manufacturing Co.; R. V. Mulli- 
gan, Joh & Joh ; C. M. Murray, Stokes 
Molded Products; W. F. Oliver, Purolator Prod- 
ucts; S. M. Parker, Whitehead Brothers Rubber 
Co.; J. Pickett, Irvington Varnish & Insulotor 
Co.; Andrew Richardson, Thermoid Co.; G lL. 
Shipps, R. M. Hollingshead Corp.; E. L. Worfolk, 
International Projector Corp. 





NEW YORK—T. C. Clork, Air Reduction Co.; E. B. 
Crawford, Auburn Button Works; F. E. Crist, 
Jaeger Watch Co.; Ashton Dunn, RCA Commu- 
nications; L. W. Horning, New York Central 
Railroad; A. A. Low, Consolidated Edison Co.; 
F. E. MacDonald, Oldbury Electro-Chemical Co.; 
J. A. Metcalf, Nestle’s Chocolate Co. ; H. 
A. Peterson, American Gas & Electric Service 
Corp.; D. D. Porter, United Stotes Lines; R. H. 
Puffer, Cornell Aeronautical Laboratory; F. L. 
Rogers, Durez Plastics & Chemicals; W. C. Snell, 





Western Electric Co.; L. C. Thunfors, Rensselaer 
Valve Co.; J. W. Tower, Doubleday & Co.; W. 
G. Woodams, Symington-Gould Corp. 


NORTH CAROLINA—F. T. deVyver, Erwin Mills; 
C. P. Reinhardt, Drexel Furniture Co. 


OHIO—G. C. Bole, Republic Stamping & Enamel. 
ing Co.; R. D. Buol, Western Automatic Machine 
Screw Co.; F. W. Climer, Goodyear Tire & Rub- 
ber Co.; D. L. Garber, Seagrave Corp.; E. W. 
Gressle, Warner & Swasey Co.; L. J. Haney, 
Dana Corp.; R. E. Keller, Acklin Stamping Co.; 
R. J. Ketterer, United Cooperatives; E. B. King, 
Robbins & Myers; F. L. Kling, S. K. Wellman Co.; 
R. S. Livingstone, Thompson Products; E. A. 
Navin, AVCO; F. R. Rauch, Cincinnati Gas & 
Electric Co.;R. B. Courchene, Dayton Malleable 
Iron Co.; J. H. Taylor, Proctor & Gamble Co.; 
T. J. Travers, Commercial Shearing & Stamping 
Co.; L. B. Visser, Clopay Corp. 


OKLAHOMA—R. W. Ellison, Service Pipe Line Co. 


OREGON—C. H. Campbell, Pacific Power & Light 
Co.; H. M. Gowing, Iron Fireman Manufactur- 
ing Co. 

PENNSYLVANIA—Lovis Anfol, Jr., Trane Co; 
J. C. Breithaupt, Dodge Steel Co.; R. P. Brown, 
Mesta Machine Co.; F. R. Cadman, Warner Co.; 
F. E. Coho, Blaw-Knox Co.; C. E. Dean, E. Keeler 
Co.; T. W. Dickey, Jr., Shenango Pottery Co.; 
J. M. Downie, McKinney Manufacturing Co.; 
Jack Joslin, York Corp.; 1. K. Kessler, John 8. 
Stetson Co.; J. W. Kuebler, Dixie Cup Co.; W. J. 
Larsen, Kendall Refining Co.; W. J. MacReynolds, 
Philadelphia Transportation Co.; Dudley M. 
Mason, Armstrong Cork Co.; E. J. Mullen, I-T-E 
Circuit Breaker Co.; J. A. Stephens, United 
States Stoel Corp. 


SOUTH CAROLINA—W. B. Byers, Rock Hill Print- 
ing & Finishing Co. 


TENNESSEE—R. W. Evans, Chattanooga Medicine 
Co.; T. K. Happel, Jr., Pet Dairy Products Co.; 
J. M. Lewis, Blue Ridge Glass Corp. 


TEXAS—H. W. Beutel, Mosher Stee! Co.; R. E. 
Smith, Jefferson Chemical Gas & & Strong, 


LaGloria Corp.; L. W. Tate, Dailas Railway & 
Terminal Co. 


UTAH—J. |! Bowen, Mountain Fuel Supply Co. 


VIRGINIA- -M. A. Cross, Dan River Mills; R. W. 
Norris, Pnilip Morris & Co. 


WASHINGTON—R. A. Dingman, Weyerhauser 
Timber Co. 


WISCONSIN—W. Von Cleaf, Allis-Chalmers Man- 
ufacturing Co.; R. H. Weaver, Falk Corp. 
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THE PERSONNEL EXECUTIVE 


This is the ninth and final survey made among members of the 1951 Panel of BNA’s 
Personnel Policies Forum. Survey questionnaires were sent to the 160 Panel members in 
December, 1951. Their replies are presented in this report under the following headings: 


Tien aah Pei as. 6:0) 9.5 w 6 00s 0 erik GION Page 2 
Organization and Staff............-22e eee Page 5 
Salaries of Personnel Officers ............. Page 16 
Status of Personnel Executives............. Page 18 


All replies from Panel members in this survey were made on a confidential basis. 
Company names, and names of personnel executives who submitted the answers, are not 
identified. As usual, however, the replies are broken down between larger companies (those 
employing more than 1,000 employees) and smaller companies (those employing less than 
1,000 employees). 


In this survey the word ‘‘personnel’’ is used in the broadest sense. In some companies 
the department handling ‘‘personnel’’ is called labor relations or industrial relations. Some 
companies have a personnel department which is subordinate to industrial relations. This 
survey covers all the functions in this whole field, regardless of the title of the department or 
of the official administering the functions. 


To all members of the 1951 Panel, The Bureau of National Affairs wishes to express its 
appreciation for the cooperation they have extended during this series of surveys. From the 
many comments we have received, and the widespread recognition given to the different sur- 
vey reports as they have appeared, we are convinced that the Personnel Policies Forum has 
made a significant contribution to the profession of personnel administration. 





BNA is also pleased to announce that these surveys will be continued through 1952. A 
completely new Panel for 1952, made up of 180 personnel and industrial relations executives 
throughout the country will be announced in the near future. 


SUMMARY 


In companies which employ less than 1,000 employees the top personnel executive usually 
has the word ‘‘personnel’’ in his title--thus, he is usually a personnel manager, or a 
personnel director. In contrast, the larger companies prefer the title director of industrial 
relations, or director of employee relations or director of labor relations. About 20 percent 
of the larger companies, but none of the smaller companies, have given their top personnel 
executive the status of vice president. 

















Personnel managers or directors give greater emphasis to hiring, record-keeping, 
counseling, etc., as compared with vice presidents, whose major functions are union nego- 
tiations and grievance handling. A director of industrial relations is more versatile, em- 
phasizing both hiring and union negotiations, and adding job evaluation, foreman training, 
community relations, wage and salary stabilization, etc. as major functions. 


Typical organizational set-ups are described and shown in chart form in this survey 
report. As to the number of employees on the personnel staff, smaller companies report 
approximately one professional employee and one clerical employee per 250 employees, and 
as the size of the company increases the ratio of personnel employees decreases. 


Salaries of top personnel executives in reporting companies range from about $6,000 per 
year for companies with under 500 employees, to over $33,000 per year for companies with 
over 10,000 employees. 


Most personnel executives answer ‘‘Yes’’ to the question: ‘‘Do you feel that top manage- 
ment in your company considers personnel functions and human relations as important as 
production, marketing, and finance.’’ 
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TITLES AND FUNCTIONS 


This survey highlights the clear differentiation between large and small companies in the 
functions given to top personnel management executives. 


In smaller companies (those employing less than 1,000 employees) the top official is 
usually called a Personnel Director, or Personnel Manager, or Director of Personnel. This 
is true in nearly two-thirds of the companies of this size. About one-sixth of the smaller 
companies have given the title of Director of Industrial Relations or Industrial Relations 
Manager to their top personnel executive. In the remainder, there is no personnel executive 
as such, but personnel functions are performed by an operating official or executive of the 
company who combines personnel with other duties. 


In contrast, only about one-quarter of the larger companies (those employing more than 
1,000 employees) call their top personnel executive a Personnel Director or Personnel 
Manager. The title Director of Industrial Relations is most popular, being found in over one- 
third of the companies. Over 20 percent of the larger companies have given their top execu- 
tive in this field the status of Vice President. About 10 percent call their top personnel execu- 
tive Director of Employee Relations or Director of Labor Relations. 





Titles of Top Personnel Management Officials in Participating Companies 








Smaller Larger 
Companies Companies 
1, Vice President (includes Vice President in Charge 
of Industrial Relations, Vice President, Public 
Pe ee ee a ee ee 22 percent 
2. Director of Industrial Relations (includes other titles 
involving industrial relations, such as Industrial 
ORR OR CORON SP 8 MOM OS Ot 16 percent 35 percent 
3. Personnel Director (includes other titles involving 
personnel, such as Personnel Manager) ....... 65 percent 26 percent 
4. Employee Relations Director (includes other titles 
such as Manager of Employee Relations) ......  ....... 11 percent 
5. Director of Labor Relations” . ....... eet 3 percent 2 percent 
6. Personnel function handled by operating official, such 
as company president, plant manager, etc. ie ere a 
7. Other (personnel function handled under variety of 
titles, such as controller, special assistant to 
operating vice-president, etc.) ............. 7 percent 4 percent 
Total 100 percent 100 percent 
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TITLES AND FUNCTIONS 





With regard to functions, the distinction between these various job titles seems to be 
largely a matter of emphasis. The officials participating in this survey were asked to indi- 
cate their major functions, in a checklist of 39 functions associated with the personnel office 
A tabulation of these replies will be found below. The tabulation supports the commonly- 
accepted views of job duties associated with these various job titles. 





Thus a Personnel Director gives greater emphasis to hiring, record-keeping, 
counseling, etc. than does a Vice President, whose major functions are contract negotiations 
with unions and handling of grievances. A Director of Industrial Relations stands somewhere 
between these two, giving, for example, more emphasis to contract negotiation than does a 
Personnel Director, and more emphasis to hiring than does a Vice President. 








The Director of Industrial Relations is, apparently, the most versatile of the three. 
His list of major functions outranks both the Vice President and the Personnel Director in 
such diverse things as job evaluation, foreman training, community relations, wage and 
salary stabilization, safety and first aid, and plant security. 


A personnel executive who has the title of Manager of Employee Relations places less 
emphasis on both hiring and contract negotiations, as compared to a Director of Industrial 
Relations, but more emphasis is placed on record-keeping, grievance handling, wage stabili- 
zation, group insurance, and employee counseling. 





In the larger companies, over 80 percent of top personnel executives (regardless of 
title) specify contract negotiations as a major function, while in smaller companies only 47 
percent do so. Inthe smaller companies, however, several executives who don’t consider 
negotiating a major function do list grievance handling as one of their major jobs. Some of 
these are in companies which do not deal with unions, others in companies where annual con- 
tract negotiations are given over to higher executives while grievances are handled as a 
routine matter by the personnel office. 


It should be emphasized that these figures do not cover all the functions of these 
executives, but those which they say are major functions. It has not proved feasible to make 
a tabulation of all functions performed by personnel offices, but in general it can be said that 
payroll records, social security, withholding tax deductions, and annual reports on company 
finances are most frequently assigned to some other company official, such as the treasurer 
or comptroller. 


One question which frequently arises is whether plant security functions are under 
the supervision of the personnel department. In this survey, 43 percent of the personnel 
executives report that they have control over plant security, while 53 percent report that 
it is under the supervision of some other company executive, usually the plant superintendent 
or works manager. Four percent report that control is divided between the personnel depart- 
ment and an operating department of the company. 


Major Functions of Top Personnel Management Executives--By Title 





Percent of Executives Who Say This is a Major Function 
of Their Office - - 








Director 
Vice of Indus- All All 
Function Presi- trial Personnel Employee _ Titles-- Titles-- 
dent Relations Director Relations Smaller Larger 
1/ 2/ 3/ Manager Companies Companies 
= |. rrerrere 66 90 90 75 92 80 
2. Employee testing... 17 23 38 25 25 31 
3. Promotions, transfer, 
separations ..... 25 23 52 50 47 35 

4. Employment records 42 50 67 87 69 55 





(Cont'd) 
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Major Functions of Top Personnel Management Executives--By Title (Cont'd) 





Percent of Executives Who Say This is a Major Function 


of Their Office -- 








Director 
Vice of Indus- All All 
Function Presi- trial Personnel Employee Titles-- Titles-- 
dent Relations Director Relations Smaller Larger 
1/ 2/ 3/ Manager Companies Companies 
5. Contract negotiation 
with union...... 91 85 48 75 47 81 
6. Grievance handling. 175 81 57 88 61 75 
7. Dealings with labor 
relations boards. . 8 15 17 12 6 21 
8. Forementraining.. 25 54 33 25 40 37 
9. Employeetraining . 25 40 i9 25 14 35 
10. Job evaluation .. 33 38 $i 25 28 37 
11, Merit rating and re- 
EE 5. ao, a B35. * 6 17 23 24 25 25 21 
12. Incentive program . voi 8 10 12 8 10 
13. Minimum wage and 
hour standards... “< 4 10 os 8 4 
14. Wage & salary 
stabilization ... 17 40 38 88 42 38 
15. Payroll records... oe 4 10 ihe 11 2 
16. Unemployment in- 
a oe =< 2 bas “ 2 
17. Social security ... ae so 2 -- -- 2 
18. Group insurance and 
hospitalization... 25 35 45 63 39 42 
19. Pension plan..... 33 27 14 13 8 29 
20. Vacation plan .... ae 4 14 == 6 9 
21. Withholding tax de- 
ductions oo -- 2 os -- 2 
22. Employee credit union -- 8 7 “* 6 6 
23. Profit-sharing plan os 4 os == -- 2 
24. Employee newspaper 
or magazine..... 33 27 14 25 14 27 
25. Employee handbook 8 -- 10 oe 8 4 
26. Annual reports to 
employees on co. 
finances ....... oe “$ =P po “a 7 
27. Suggestion plan... 8 15 14 o- 8 15 
28. Employee attitude 
surveyS ......-. + 8 2 >< os 6 
29. Recreation facilities 
and parties ..... o- 19 26 12 19 19 
30. Community relations 16 31 14 12 14 23 
31. Charity, fund-raising -- 8 7 12 8 6 
32. Cafeteria or canteen ~-- 4 5 -* 6 2 
33. Vending machines. . a> ore 2 aes 3 -- 
34. Safety program ... 25 65 45 25 44 48 
ee oS Re re 8 38 19 12 20 25 
36. Medical testing ... 8 15 7 ~< 3 13 
37. Plant security .... ad 27 5 “a 8 12 
38. Civil defense..... ov “- 5 a< 3 2 
39. Employee counseling 8 19 33 38 31 23 





NOTE: These are not the only functions of these officials, but those which they themselves 
have listed as major functions of their 
Includes Vice President in Charge of Industr 


1/ 


s 


offices. 


such as Vice President in Charge of Public and Employee Relations. 


Includes other titles involving industrial relations, such as Industrial Relations Manager. 


Includes other titles involving personnel, such as Personnel Manager. 


ial Relations and other vice-president titles, 
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ORGANIZATION AND STAFF 





ORGANIZATION AND STAFF 


How is the typical personnel or industrial relations office set up? How do its various 
functions tie together? How many professional assistants does the Personnel Manager have, 
and how large a clerical staff? 


The Personnel Staff 





There seems to be a definite correlation between the number of employees in a company 
and the ratio of personnel staff to employees. That is, the larger the company, the smaller 
the staff per employee. The table below shows this quite clearly. It is based on returns from 
93 companies of all sizes which submitted data on this phase of their activities. It shows, 
for example, that smaller companies with under 1,000 employees have about one professional 
employee and one clerical employee for each 250 employees on the payroll. Companies in the 
largest category, however, which employ over 20,000 employees, have a little less than half a 
professional worker and 6/10 of a clerical worker for each 250 employees on the payroll. 


Ratio of Personnel Staff to Size of Company 








Number of : 

: : professional : Number of 

: Number of ;: and supervisory : clerical workers 
Number of employees : firms : employees per : per 250 

: reporting : 250 employees 1/ : employees 
2 rr rer er eee ee 18 1 1 
th. up Lae CIeeaeoe 20 .825 1 
Fe eee et eee ae 19 .725 1.175 
ge ES ee ae 6 8 1,1 
og frre eee ee 10 .563 .75 
Og eee 7 6 .75 
Pe Ns ks Serbs Seles 7 .425 .625 
re ee 5 .425 6 





1/ Not including the top personnel executive in charge. 


Organization of Personnel Function 





Following are typical organizational set-ups for companies of different sizes: 


Company A is a large company with between 20,000 and 25,000 employees. 
It has a Vice President in Charge of Industrial Relations. Under him is (1) the 
Manager, Service and Placement Bureau, who handles hiring, testing, promotions, 
transfers, separations, and coordinates merit rating programs with individual 
departments; (2) the Manager, Records Bureau, who handles employment records; 
(3) the Policy and Procedure Coordinator who handles grievances, dealings with 
labor boards, and all employee welfare benefits, such as pensions, vacations, in- 
surance, etc.; (4) the Wage Coordinator, who handles job evaluation, minimum 
wage-hour standards, wage and salary stabilization; (5) the Executive Medical 
Director, who handles medical testing; and (6) the Safety Director, who handles 
the safety program and first aid. The Vice President lists as the most important 
functions of his department: hiring, promotions, transfer, separations, record- 
keeping, union contract negotiation, grievance handling, job evaluation, pensions, 
and safety. 
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The Vice President in Charge of Industrial Relations does not handle: 
(1) training (this is done by individual departments); (2) payroll and withholding 
tax records (this is done by the Manager, Payroll Department); (3) communications 
with employees, such as employee magazine, annual reports to employees, charity, 
fund-raising activities, or community relations (this is done by the Vice President, 
Finance, Community Relations and Publicity); (4) plant security and civil defense 
(this is done by the Manager, Property Protection Department and the Executive 
Assistant to the President); or (5) cafeteria and vending machines (these are 
handled by concessions). 

The Vice President in Charge of Industrial Relations has a staff made up of 
46 supervisory and professional employees and 100 clerical employees. 














* % % 


Company B is a company with between 700 and 800 employees. It has a 
Personnel Director with a staff of 7 supervisory and professional helpers-- 
three of these handling first aid and medical functions, two handling plant security, 
and two handling other personnel-industrial relations functions. 

This Personnel Director lists as the most important functions of his depart- 
ment hiring, promotions, transfers, separations, union contract negotiations, 
grievance handling, foreman training, job evaluation, merit rating, wage and salary 
administration, group insurance and hospitalization, safety, first aid and plant 
security. In addition, his department handles testing, record-keeping, dealings with 
labor boards, employee training, minimum wage standards, unemployment insurance, 
vacations, attitude surveys, recreation facilities, employee counseling and charity 
drives. The accounting department, not the personnel department, handles payroll 
records, social security, withholding tax deductions, and annual report to employees 
on company finances. 

Under the supervision of the Personnel Director, one full-time professional 
employee and one full-time clerical employee is needed to handle hiring, testing, 
record-keeping, and relations with unions. Another full-time professional employee 
and full-time clerical employee is needed for wage administration, training, 
communications, and counseling. 

The company has an advisory committee on personnel policies, made up of the 
President, Vice-President, Production Manager, Comptroller, Chief Engineer, 

Shop Superintendent, District Sales Manager, and Personnel Director. In negotia- 
tions with unions, the Personnel Director takes the leading role, and the management 
team includes the President, Production Manager, and Shop Superintendent. 


* * * . 


Company C has between 10,000 and 11,000 employees. All personnel and 
industrial relations functions are under the supervision of the Director of Industrial 
Relations, who reports directly to the Vice-President and General Manager of the 
Company. 

The Industrial Relations Department is broken down into six major divisions: 
(1) the Personnel Manager handles hiring, testing, promotions, transfer and 
separations, employment records, job evaluation, merit rating, wage and salary 
stabilization, minimum wage standards, recreation facilities and parties, charity 
and fund-raising drives, cafeteria, medical testing, and employee counseling; 

(2) the Labor Relations Administrator handles contract negotiation with the union 
(with the Director of Industrial Relations), and grievances; (3) the Training Admin- 
istrator handles foreman training, employee handbook, and employee attitude 
surveys; (4) the Supervisor, Employee Benefit Plans handles group insurance, 
hospitalization and pension plan; (5) the Editor, Employee Publications handles the 
employee magazine; and (6) the Safety Engineer handles the safety program and 
first aid. The Director of Industrial Relations himself handles :‘ealings with labor 
boards. 

Branch offices of this company have a Personnel Manager who reports directly 
to the Branch Manager and functionally to Headquarters Industrial Relations Depart- 
ment. 

The Industrial Relations Department does not handle (1) employee training, 

(2) payroll records, (3) unemployment insurance, social security, withholding tax, 
(4) annual reports to employees on company finances, (5) community relations, or 
(6) civil defense. 




















x * * 
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Company D has approximately 1,500 employees. The personnel and industrial 
relations function is centralized in the Industrial Relations Director, who reports 
to the Executive Vice-President of the company. As assistants he has an Employ- 
ment Manager and two Industrial Engineers, plus two others in a professional 
capacity and two in a clerical capacity. 

The Industrial Relations Director lists as his principal functions hiring, 
testing, contract negotiations and grievance handling, foreman training, and job 
evaluation and rate setting. In addition, he handles most of the other customary 
personnel functions including first aid and safety. The company has no employee 
newspaper or magazine, employee handbook, annual réport to employees on company 
finances, or suggestion plan. Payroll records, social security, group insurance, 
and withholding taxes are handled by the Assistant Controller and the Payroll 
Department. Plant Security is handled by the General Division Foreman. Employee 
training is handled by foremen in the line departments. 

The Executive Vice President takes the leading role in negotiations with unions, 
assisted by the Industrial Relations Director, Vice President of Manufacturing, 
Controller, and Superintendent of Manufacturing. 

x * * 


Company E has approximately 4,000 employees. It has a Personnel Director 
who reports to the Executive Vice President. He outlines his major functions as 
including hiring, testing, promotions, transfer and separations, employment records, 
merit rating and review, and employee counseling. 

Negogiations with unions are handled primarily by the General Counsel, with 
the Plant Superintendent and Personnel Director. The Superintendent is responsible 
for grievance handling and plant security, while the Legal Department handles 
dealings with labor boards, minimum wage and hour standards, and wage and salary 
Stabilization. Foremen training is done by the Employee Development Department, 
and job evaluation is handled by the Production Engineering Department. The em- 
ployee newspaper, annual reports to employees on company finances, and community 
relations are primarily a function of the Public Relations Department. Payroll 
records are handled to the Accounting Department. None of these departments are 
under the supervision of the Personnel Director. 

Other functions of the Personnel Director include preparation of employee 
handook, attitude surveys, recreation facilities, fund-raising drives, canteen and 
vending machines, safety program, first aid and medical testing, letters to em- 
ployees, bulletin boards and reading rack material. 

ad x x 


Company F is a small company with 393 employees. It has no Personnel 
Department as such; the company President performs most of the important 
personnel functions. There is a Personnel Clerk, reporting to the President, who 
handles employment records and group insurance and hospitalization. Hiring, 
firing, promotions, training, handling of grievances etc. are the responsibility of 
individual supervisors. The company does not deal with a union for any of its 
employees. 

x x * 


Company G is a large company with several branches and operating locations. 
Responsibility for the formulation of personnel policies is vested in the General 
Personnel Committee, which is composed of the Personnel Director as chairman 
and the executive heads of Company Divisions. This committee reports to the 
President. 

Responsibility for carrying out the provisions of the ‘‘Plan for Employees’ 
Pensions, Disability Benefits and Death Benefits’’ is vested in the Employees’ 
Benefit Committee, appointed by the Board of Directors, and composed of heads 
of main Company Divisions. This committee also reports to the President. The 
committee is assisted by a secretary with an appropriate organization for admin- 
istering the plan, and by area committees and authorized delegates, appointed by 
the committee, to whom are delegated certain of the powers and duties of the com- 
mittee but whose decisions are not final until ratified by the committee. 
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Responsibility for personnel administration rests with the line organization. 
Personnel organizations established at Headquarters and at the various operating 
locations assist executives and supervisors in carrying out the personnel policies 
of the Company. The accompanying chart shows the integration of personnel 
organizations with Company organization structure. Principal personnel organiza- 
tion units are: 

Personnel Division, a general staff organization, headed by the Personnel 
Director, who reports to the President. This Division is responsible for matters 
of fundamental policy; promotion and coordination of Company-wide personnel 
activities and programs; coordination of collective bargaining and advice and 
assistance to those carrying this responsibility; general wage and salary adminis- 
tration; editorial policy of Company publications for employees; relations with 
educational institutions; relations with governmental, management and professional 
organizations concerned with personnel activities; and administration of the 
‘*Plan for Employees’ Pensions, Disability Benefits and Death Benefits.’’ 

Headquarters Personnel Organizations, reporting to the top executives in each 
of the major operating Divisions, and serving their respective organizations on 
all personnel matters other than relations with unions. 

Headquarters Labor Relations Organizations, reporting to the top executives 
in major operating Divisions, responsible for coordination f collective bargaining 
and labor relations activities in their respective plant or field organizations. 

Local Personnel Organizations, reporting to the Works Manager of each of the 
major plants and responsible for guiding and assisting the line organization in all 
personnel activities other than labor relations. Employment and placement, safety 
and health promotion, training, restaurants and lunch rooms, hospital and medical 
service, employee counseling, etc., are handled by these personnel organizations 
as functional services to the line organization. 

Local Labor Relations Organizations, reporting directly to the Works Manager 

















of each major plant, responsible for collective bargaining and relations with unions. 


Personnel Service Units, at various levels in the line organization, where one 
or more full-time personnel specialists are, required to provide effective service 
for the line supervisory organization. Such line units report to the top supervisor 
of the organization which they serve. 





(Organization chart for this company appears on page 9) 
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SALARIES OF PERSONNEL OFFICERS 


Slightly less than half of the Panel members submitted data on their own salaries, 
and the salaries of their principal assistants. This information is shown in the following 


tables. Each company is listed separately, and average salaries are shown for the different 
The salary figures include bonuses, where applicable. 


size-groupings of companies. 


Salaries of Top Personnel Executives -- By Size of Company 





Number of Employees 


Salaries (Including Bonuses) — 























Under 500 (13 companies) $ 3,600 $ 6,300 
4,500 6,600 
4,900 6,700 Median: $ 6,000 
5,340 9,000 Average: $ 6,765 
6,000 10,000 
6,000 13,000 
6,000 

500-999 (17 companies) $ 5,100 $ 7,500 
5,500 8,000 
6,000 8,000 
6,000 8,500 Median: $ 7,500 
6,000 10,000 Average: $ 8,012 
6,000 12,000 
6,100 12,500 
6,500 15,000 
7,500 

1,000-1,999 (11 companies) 5,148 $10,000 
6 ,000 11,000 
7,520 12,000 Median: $ 9,600 
8,000 14,000 Average: $ 9,652 
8,400 14,500 
9,600 

2,000-2,999 (9 companies) $ 8,000 $13,000 
11,000 15,000 
11,000 18,000 Median: $12,000 
12,000 25,000 Average: $13,889 
12,000 

3,000-4,999 (7 companies) $10,000 $17,500 
10,000 20,000 Median: $16,000 
11,000 20,000 Average: $14,929 
16,000 

5,000-9,999 (7 companies) $15,000 $22,000 
15,000 24,000 Median: $21,000 
20,000 24,000 Average: $20,143 
21,000 

Over 10,000 (7 companies) $17,500 $40,000 
20,000 42,500 Median: $38,000 
28,000 50,000 Average: $33,714 
38,000 
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Salaries of First and Second Assistants to Top Personnel Executive 





(Number of Employees) 


Size of Company 


Salaries of 


Principal Assistants 


Salaries of 
Second Assistants 























Under 500 (9 companies) : $2,400 $4,200 : 
> 2,400 4,500 Median: $4,000: 
2,500 4,800 Average: $4,048: 
3,130 8,500 : 
4,000 
500-999 (18 companies) =: $3,000 $4,500 : $3, 400 
: 3,200 4,800 > 3,600 
3,600 5,000 : 4,000 
3,800 5,000 Median: $4,450: 4.000 Median: $4,000 
3,800 5,000 Average: $4,622: 4,000 Average: $4,042 
4,000 5,100 >: 4,300 
4,000 5,500 5,000 
4,000 6,000 
4,400 6,500 
1,000-1,999 (17 companies} $3,300 $6,100 : $3, 500 $6,000 
3,600 6,320 3,800 6,500 
3,600 6,500 4,000 7,860 
4.000 7,000 : 4,800 
4,500 7,000 Median: $5,200: 5,000 Median: $5,250 
4,500 7,800 Average: 5,804: 5,000 Average: $5,330 
5,000 9,240 > 5,500 
5,000 10,000 6,000 
5,200 6,000 
2,000-2,999 (4 companies) : $5,000 : $3, 000 
>: 6,000 Median: $6,000 : §,866 Median: $5,500 
: 6,000 Average:$8,000 9,000 Average: $5,833 
: 15,000 
3,000-4,999 (9 companies) : $5,700 $8,000 : $5, 000 $7,500 
: 6,000 10,000 5,200 
7,000 10,800 Median: $7,500 : : 5,700 Median: $5,850 
7,200 12,000 Average: $8,244: 6,000 Average: $6,000 
7,500 > 6,600 
5,000-9,999 (6 companies) : $4,800 $10,000 : $4, 800 $9,500 
>: 8,000 11,000 : 6,500 10,200 
9,000 12,000 Median: $9,500 : : 7,000 Median: $7,000 
Average: $9,133: Average: $7,600 
Over 10,000 (8 companies) $12,000 $15,000 :$ 9,000 $10,000 
: 12,000 16,500 Median: $13,000: 9,500 12,540 
> 12,000 19,320 Average: $15,165: 10,000 14,500 
: 14,000 20,320 : 10,000 18,000 
: Median: $10,000 





Average: $11,692 
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STATUS OF PERSONNEL EXECUTIVES 


Personnel executives replying to this questionnaire were asked to give their frank 
answers tothis question: ‘‘Do you feel that top management in your company considers 
personnel functions and human relations as important as production, marketing, and finance? ’’ 


Seventy percent of the executives at larger companies answered ‘‘Yes’’ to this question. 
A slightly smaller number--63 percent--of smaller company executives answered ‘‘Yes.”’ 


Following are typical comments on this question: 


Greatest difficulty is to have top management realize that the personnel functions 
should be handled by experts on the basis of a long-range program. 
x x * 


Top management considers personnel function important but is apt to overlook 
from time-to-time because of being engrossed in the technical aspects of their own 
particular functions. Keeping the personnel aspect of each problem before them is one 
of the more important responsibilities of the Industrial Relations Vice President. 

x * * 

Plant manager (formerly employed in personnel work) considers this function 
important. President now becoming more interested and may place personnel on this 
level eventually. More important is lack of general understanding among executives 
such as treasurer, comptroller, and sales manager, and their influence on the Presi- 
dent. Gradually inroads are being made in this attitude. 

* x x 

Too many companies believe that Industrial Relations Departments should work 
and serve only in the interest of the Company. To doa good job, the Department must 
remain in a neutral capacity and serve in the interest of both employer and employee. 
It must see to it that all parties receive fair treatment. Too many top industrial 
relations men are afraid to disagree with top management on the really important 
issues. Some of this is due to fear of losing their jobs and some is due to being ‘‘yes’’ 
men who lack the ‘‘intestinal fortitude’’ to speak up for what they know is right. In 
our company, the Industrial Relations Director and the department is in a neutral 
capacity. The relationship between the President of the Company and the Industrial 
Relations Director is on a sound basis. This has resulted in a mutual exchange of 
thoughts and principles which has worked to the advantage of both employees and man- 
agement. 

* * x 

Our company realizes that our success depends on our employees. Our employees 
are our company. We have been doing things for years for our employees that others 
are striking over today. 

* x x 

Unfortunately, the top group in the line organization has never had the desire nor 
the necessity to accept or apply modern concepts of a good human relations program. 
Top management should either grant greater authority to the personnel department, or 
insist on better application of the industrial relations program by the line people. I 
would prefer the latter idea. 

x * * 

Top management recognizes the personnel function but still hesitates to bring the 
Industrial Relations Manager to Vice-President status. His is the only member of 
the general mahagement committee who is not an officer of the Corporation. 

* * x 

With the upsurge in the labor movement in 1933, personnel officers suddenly found 
themselves harnessed with a stupendous responsibility--that of keeping the wheels of 
industry turning in the face of organized resistance. It is an established fact that, by 
and large, these people who must control the human element and maintain satisfactory 
relations between the company and its employees have never been given authority which 
is anywhere nearly commensurate with their responsibilities. Too many comparatively 
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simple questions must be referred to a higher authority for official sanction, and 
decisions which any competent personnel or labor relations man should make must 
be delayed sometimes for days, often when the time element is important, because 
rulings from top level officers are not readily available. Personnel administration 
is as important in any manufacturing operation today as sales or engineering. If, in 
these other fields, the top official is a vice president, then it is only logical that the 
top personnel official should have comparable status. On the other hand, if the per- 
sonnel director or director of industrial relations cannot be safely accorded such 
status, then it is certainly inconsistent to vest in him the responsibilities of keeping 
the employee group satisfied and preserving continuity of operation for the company 
which employs him. As it is, however, many manufacturers are permitting to go 
unheeded one of the most serious bottlenecks in the field of personnel administration. 
x x * 

This department is new. Top management is not familiar with the devices used 
by the department. Functions now handled by the department were formerly handled 
by various department heads who now look upon the Personnel Department somewhat 
as an interloper in their business. However, the department is gradually proving it 
can do the job better than they formerly did it and is, as a result, gradually being 
accepted. Top management is extremely cost-conscious and will not enter into any 
program offering only intangible results. Management insists that every function 
show a profit. This results in stripping the personnel program to bare essentials and 
the personnel director agrees with this approach. The only obstacle confronting our 
personnel program operations is the inability of the incumbent personnel director to 
present programs to the management which can show a profit. If this cannot be done, 
the program is not worth undertaking. 

* 





* * 


I find top management intelligent and sympathetic in its attitude toward personnel 
policies and practices. My greatest obstacles are found in myself rather than in my 
management, and I suspect these same obstacles exist for many other personnel men. 
They are: (1) poor presentation and selling on my part of worthwhile programs 
recommended to top management; coupled with (2) overzealousness in the past that 
channeled communications from employees and first-line supervisors to the Personnel 
Department rather than to the top levels of the operating departments who rightly hold 
policymaking power. Shifting emphasis of the Personnel Department’s activities to 
improvement in communications upwards within the line organization makes it less 
necessary for the Personnel Department to recommend what must be done, and per- 
mits us to function as a staff department in advising how it can be done. 

x * x 

Many of our executives are still of the old school of thought that personnel is 
something every executive is an expert at. 

x x * 

Top management considers personnel and human relations important only when 
faced with the possibility of labor trouble. My biggest problem is to keep sustained 
interest in personnel functions on the part of top management. 

x x * 

Management tends to take personnel functions for granted. Is quick to take action 
on any problem relative to production regardless of cost, but is slow in consideration 
of personnel problems. Of the three essentials, manpower, machines, and material, 
manpower is the most expensive, most unpredictable, most difficult to obtain, most 
easily deviated from normal and one which, if improperly handled, could spell dis- 
aster for any organization. Unfortunate though it may be, top management is made 
up of human beings and it is human to disregard intangibles and consider only the 
tangible. 

* * * 

Equally important or more so, since from the top executive down the line all of our 
department heads are sold on good labor relations. The Director of Labor Relations 
acts in the capacity of a coordinator, and usually is in the position to present the em- 
ployee’s or union’s point of view and attitude. We can measure part of our success by 


the fact that we have not had a written grievance in more than two years. 
« # * 
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In theory personnel is of equal importance with other corporate functions. In 
practice it is probably outranked by sales and production due to experience, familiar- 
ity and understanding of ‘‘rankers’’. Ranking varies from time to time especially in 
times of stress. 

* * * 

Even though the head of the division is a Vice President, the function is not con- 

sidered as important as production, marketing, and finance. 


Obstacles to Personnel Program 





There is considerable difference of opinion among personnel executives as to what 
constitutes the principal difficulty in carrying out an effective personnel program. 


Members of the Panel were given a checklist of six commonly-accepted obstacles, and 
were asked to indicate which were the greatest obstacles to their own program. Here is the 
result: 


Smaller Larger 
Companies Companies 
1. Top management indifference to personnel 
ST ae Cee TE URE E SOR 29 percent 11 percent 
2. Lack of funds for personnel administration ...... 21 percent 20 percent 
x SOUPS TUEREIONS 5 ww ccc cc ee ews 33 percent 24 percent 
4. Shortage of trained personnel workers ......... 10 percent 14 percent 
5. Insufficient authority and prestige of personnel 
SIs: 2 GBrais dia BRIG OK olde 6 4 o be « 10 percent 13 percent 
6. Lack of cooperation by line organization ........ 12 percent 13 percent 
Oe MEE cbt eh. GW Ace alave, Wlelhide Gur dw sua Wie ere % 7 percent 13 percent 
De SE ic of epee ies oe hE Fa ca es 5 percent 6 percent 


(Totals exceed 100 percent because some executives checked 
more than one category.) 

Among the ‘‘other’’ obstacles listed were (1) lack of union cooperation, (2) lack of time 

to do an effective job, (3) lack of effective tests to measure results of personnel policies, and 

(4) lack of ‘‘status’’ in the company organization. 


Following are typical comments from Panel members: 


A reasonable percent of the company income is allotted to carry out the functions 
of the Personnel Administration Policies, but were more funds available, many needs 
would be filled. Especially is this true in education and training of supervisors, 
foremen, and employees, not only in basic economics but in job training, better 
‘‘employee-supervisor relations’’ training, and training for closer coordination be- 
tween departments. Employee surveys of attitudes and suggestions are in the long- 
range plan when the funds are available. 

* * * 

No major obstacle now exists, although several of the above have existed but have 
now been overcome. 

x x * 

There are a great many things I would like to do that larger companies do, but in 
a small company you just cannot get enough money to do these things--that is, you 
are short of time and trained employees to do the job. There is a lot more that trade 
associations could do for the smaller companies among their memberships. On the 
other hand there seems to be a reluctance on the part of some top managements to 


allow their men to contribute their know-how to these associations. 
x * * 
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The most difficult problem encountered by this department arises out of the 
failure of our supervisory staff in properly applying the provisions of the labor 
contract. At times it is due to the supervisors’ unwillingness to enforce the company’s 
rights or privileges, because of the disagreeable nature of the duty. On other 
occasions it is the result of the supervisor’s inability to grasp the meaning of the 
contract provisions. Again, there have been instances where the supervisor has 
permitted a union representative to impress an entirely improper application of a 
contract provision favorable to the union position. Our supervisors are normally 
loyal to the company and ordinarily would not intentionally prejudice the company’s 
rights. Moreover, each supervisor attends training classes regularly where such 
matters are studied and discussed. Nevertheless, this problem persists in giving 
us the most concern in the administration of the labor contract. 

x x x 

It is my convinction that too many people feel that ‘‘personnel’’ means ‘‘dealing 
with unions.’’ It is my experience that salary administration, organization and 
supervisory development in all areas of the business take up as much time and are 
more important. Proper formulation of policies and communications remove union 
relations as a time-consuming activity except at negotiation time. 

* x * 


Since community relations is part of personnel activities, the greatest obstacle 
confronting our program’s operation is the unrealistic attitude of other industries 
to cooperate in a city-wide community relations program. Industry, in general, is 
critical of the attitudes of college professors, high school teachers, and college men. 
Yet they seem to have ‘‘no time’’ to give to this group in an effort to get to know them 
better and learn to know their programs. If something can be done to awaken industry, 
in general, to these responsibilities, it would be a great step forward. 

* x x 

Our obstacle is the lack of full understanding by top management of expanded 
functions of personnel department and need for sufficient help to do an adequate job. 
For example, the added burden of processing insurance claims forms is hardly 
recognized, although this takes in total about 20 hours weekly. 

* * * 

The only possible obstacle would be our own inability to get the time to do an 
adequate research job, so we could sell the line organization a policy more effectively 
and quickly. This might be attributed to a shortage of trained personnel workers, 
which we hesitate to admit. 

* * * 

I believe that today the personnel officers of all companies are being faced with 
the most trying conditions ever. The problem of maintaining high morale among the 
various classes of employees and at the same time protecting the companies from 
infraction of the many ambiguous rulings of the Government agencies would tax the 
wisdom of Sclomon. I sometimes wonder if the authors of some of the regulations 
understand them themselves. They certainly do not realize the terrific impact they 
have on peaceful human relations in industry. In spite of all the heartache, frustra- 
tions and nervous tensions, I still feel that human relations in industry is among the 
most soul-satisfying of vocations. 





PREVIOUS PERSONNEL POLICIES FORUM SURVEYS 





Manpower Planning for the Emergency, March, 1951 


Status of First-Line Supervisors (Compensation, Authority, 
and Benefits for Foremen), April, 1951 


Is Management Listening? May, 1951 
Plant Labor-Management Committees, June, 1951 


Recruiting College Graduates, July, 1951 


Employees’ Financial Problems, August, 1951 


Christmas and Year-End Personnel Problems, October, 1951 


Foreman Training, January, 1952 
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